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Jordan School District
Dr. Bazry L. Newbold Superintendent of Schools

Jordan Education Assecistion
Negotiated Agreement
2004 <2008

SALARY

1. Salary Settlement $826,413
(Attachment # 1)

It is agreed that the Jordan Schooi District will for the
2004-2005 school year fund a 0.50% cost of living adjustment
to all employee lanes who have ceased receiving a regular
increment,

It is agreed that Jordan School District will fund lanes and steps
for qualifying certificated employees in the following amounts:

Steps $2,586,957
Lane $797,662
$3,384,619
2. Other Compensation $1,584,689

As per State statute, it is agreed that a full-time

employee equivalent will receive 2 one-time

stipend in the amount of about $300. At this time,

Jordan School District has not been provided the specific
dollar amount to be allocated to each full-time employee
equivalent. The dollar amount will be determined at a later
date.

3. National Beard Certification Teachers

(Attachment #2}
It is agreed that the Jordan School District Board of Education will increase

the annua! stipend for National Board Certified Teachers (NBCT) from $300
to 51,000 per year.

Taotal Cost $11,006 $11,000
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Stipend for Department Chairs and Team Leaders
(Attachment #3)

It is agreed by the Jordan School District Board of Education
{0 pay team leaders and department chairs an annual

stipend of $125 for their added responsibilities.

The stipend is to be time-sheeted by local schools and

paid as part of the May payroll. The nurnber of stipends
cannot exceed sixteen (16) in each high school, twelve (12}
in each middle school and eight (8} in each elementary

and special school.

Total Coat: $130,380 $130,380

BENEEITS

Health and Accident Insurance 52,053,678
{Attachment #4)

1t is agreed that district employees will share equally the responsibility for
increases in health insurance costs. However, for the 2004-2005 year only,
due to the 0.49 % WPU increase funded by the Legislature, the foliowing
methodology will be used. The 0.49% (or $900,000) will be deducted from
the employee’s 50% responsibility.

For, example, the insurance cost increase for 2004-2005 is projected to be
$4.2 million. Under agreed upon terms, the $4.2 million cost increase would
be divided evenly - $2.1 million to the District and $2.1 to the employees.
For this agreement only, the 0.49% increase ($900,000) would be subtracted
from the employee $2.1 million obligation, reducing their net obligation io
$1.2 miillion {$2.1 m - $0.9 million). The district would assume the remaining
cost increase of $3.0 million ($4.2 m — 1.2 m).

CHANGES TO NEGOTIATIED POLICIES

1.

Orderly Termination — Certificated: DP316
{Attachment #5)

It is agresd that the Jordan School District Board of Education will continue
the moratorium on DP316 G.4 for up to three years, with review as needed.
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This provides for the use of the American Arbitration Association list of
hearing officers for any termination hearings between the JEA and the
District. No termination heanngs have been necessary for the past two years.

Grievance Procedures — Certificated: DPY1S NEG
{Attachment #0)

It is agreed that Jordan School District Board of Education will continue the
moratorium onh DP3 15, Grievance Policy, sections J, K, and L for up to three
years with review as needed. This provides for the use of the American
Arbitration Association list of hearing officers for any grievance hearing
between the JEA and the District. No grievance hearings have been necessary
for the past two years.

No Absent Incentive — DP354 NEG
{Attachment #7)

Jordan School District agrees to change the title of this policy to Attendance
Incentlve — Certificated Policy — DP345 NEG. The change in the policy will
allow for a differentiated payment for individuals who have from 0-2 absences
each yeaz, A moratorium will remain on the policy for the 2004-2005 year to
see if the proposed changes from the 2003-2004 Negotiated Agreement will
have a positive impact on teacher attendance. The changes will allow for a
differentiated payment to individuals who have from 0-2 absences per year.

The previous policy allowed only individuals with no absence to receive
additional bonus compensation at the end of the school year.

Local Profession Improvement Committee — AA421 NEG
(Attachment #8) '

It is agreed to modify policy AA421 NEG to enable teachers to receive salary
lane change credit for State approved in-service, district approved in-service,
and LPIC approved school professional deveiopment. The policy changes
also allow for the revision of the membership of the LPIC, and establishes
hourly criteria for receiving semester hours of credit.

Sick Leave Certlficated - DP 324 NEG
{Attachment #%)

It is agreed by the Jordan School District Board of Education to modify policy
DP 324 NEG to allow employees adopting a ¢hild up to ten days of critical
family leave at the time of actual custody of the adopted child.
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6. Teacher Transfers and Reduction In Force DP403 NEG
{Attachment #10)

It is agreed by the Jordan School District Board of Education o separate policy
DP 304 NEG into two policies, one dealing specifically with teacher transfers
and the other reduction in force. New deadline dates will be established and
the numbering of the two new policies will be DP 304 NEG — Teacher
Transfer and DP 327 NEG ~ Reduction in Certificated Staff, It is also agreed
that the District Advisory Council will review the Reduction in Staff policy
during the 20:04-2005 school year to assess the need for additionzl changes in

the policy,

7. Salary Guidelines - DP309 NEG
(Attachment #11)

Jordan School District agrees to modify policy DP 309 to read that “teachers
are {o be placed on the salary schedule based on years of contract teaching
experience in an accredited school.”

NON-NEGOTIATED POLICIES

i. Resignations — Certificated DP 318
(Attachment # 12)

Jordan School District Board of Education agrees to change policy DP 318 to
assess individuais the cost of a long-term substitute for any leave days used
during the last thirty (30) days worked. This would remain a non-negotiated
policy.

2 DP339 - Released Time (Professional)
{Attachment #13)

Jordan School District Board of Education agrees to assign the District
Advisory Committee the task to review Released Time (Professional) and
make recommendations on guidelines for the use of those days and the types
of days used prior to March 2003.

MISCELEANEOQUS

1, Testing Advisory Committee
{Attachment #14)

Jordan School District Board of Education agrees to disband the Testing
Advisory Committee that was established last year. The feedback from the
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Testing Department and.the advisory committes members implies that the
State is controlling so much of the testing schedule that the committee has
limited ability to function.

Letter of Intent

Jordan School District Board of Education agrees that letters of intent from
the district regarding continued employment be sent out earlier with a return
deadline of March 15, It is further agreed to ificrease the penalty from $300
to $500 for failure to provide notice of resignation 30 days prior to the last day
wotked. The amount is to be deducted from the employee’s final District
paycheck, '

Sobmission of Grades on Teacher Professional Days

Jordan School District Board of Education agrees that the Superintendent will
speak with principals regarding reasonable expectations for grade submissions
on Teacher Professional Development Days. It is intended that grades will be
due no sooner than the afternoon of the professional development day. All
teachers should be required to submit their grades on that day or before (not
after that day).

Posting the Negotistions Summary on the Jordan District Web Site
(Attachment #14)

Jordan School District Board of Education agrees that the Negotiation
Agreement Summary, including the documents signed by the Board of
Education, be posted in the Employee Section of the Jordan School District
Website. .

Diagnostic Reading Assessment Days

Jordan Schooi District Board of Education agrees to continue the early-out
days for the administration of the Diagnostic Reading Assessment, It is also
agreed that the District will print the first and second prade protocols for
distribution to the schools. The Superintendent will encourage principals to
continue to look for ways to facilitate teachers’ administration of the
Diagnostic Reading Assessment.

Additional Help for Lunch Supervision in Year-round Schools

Jordan Schoo) District Board of Education agrees to direct the District Year-
round Committee to review the feasibility of giving additional asgistants to
schoois to help supervise the lunch recess. The findings are to come back to
the Administration before March 1, 2005,
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7. Moratorium on Part of the Transfer Policy

Jordan School District Board of Education agrees to continue the moratorium
on the portion of the transfer policy to allow a pilot project of advertising and
filling mid-year secondary vacancies between December 15™ and the semester
break. The pilot will continue for another year.

8. Training of Teachers New to the Distrlet
(Attachment #16)

It is agreed that beginning with the 2005-06 school year, the Jordan School
District Board of Education will change the date of the Reach and Prevention
Dimension Training for teachers new to the District to the week before school
begins, New teachers will receive a stipend of $40G for their attendance.

Prevention Dimension $140,000
REACH Training $140,000
Total Cost: $280,000

Total Salary and Benefits 7.990,779



Negotiaﬁnn's
Contract Year 2004-05

Proposal -

JEA proposes a .5% COLA adjustment for ali lanes at point which they cease
receiving a regular increment. '

Rationale

Career educators are at the third year without any COLA adjustments. This
COLA would allow thern to at least begin to offset their increase in insurance
premium.

4/26/2(04 5:46 PM



. Negotiations
Contract Year 2004-05

Proposal

JEA proposes that the District cover all costs associated with Lanes and Steps
including Stipends.

Tentative Agreement

ForJar chog] District

For Jordan Edycation Assoglation

Date ﬂ‘j\ﬁf iﬁ 7 OQL{.

05/06/04 [0:49 AM



JORDAN SCHOOL DISTRICT
Or. Barry L. Newbold - Superintendent of SChootep \ o o0

Sandy, UT SALARY SCHEDULE "C*
| 184 DAYS - £ull Time
J TEACHERS SALARY SCHEDULE 8 Hours Per Day

August 24, 2004 to June 15, 2005

HOURS REPRESENTED ON THE LANES ARE HOURS EARNED BEYOND AND AETER
BACHELOR'S DEGREE AND ORIGINAL TEACHING LICENSE

BACHELOR'S PLUS 90 GTR/S0 SEM = LANE D + $500 - DOCTORATE = LANE G + $1,200 - NATIONAL BOARD GERT +5500

Graduate Hrs.
Bachelor's Greduate and/or Approved Creqit Masier's andior

Earned After Bachelor's Degree Degraa Credit Earnad

After Master's

STEP LANE A, LANE B LANEC LANE D LANE E LANE &
Bachslor's B +30qgir B + 45 gir B+ 60 gir Master's M+ 45 gtr
or or or or
20 sem 30 sem 40 sem 30 sem
1 25614 76,183 28,516 26,969 28,337 20613

2 25614 26,183 26,518 26,969 28337 29,613
3 25,614 26,183 28,516 26,969 28,337 20,613
4 26810 27,389 27,142 28.185 29,581 30,919
5 28,065 28,652 29,019 23,460 30882 32278
6 29377 28975 30,359 30,782 32,242 33.698
) 7 30,753 21,359 31,755 32,185 33,661 36,179
/ 8 32,195 32,801 33,221 33.640 35,144 36,726
9 33.703 34,313 34,754 35,155 36,685 38,344
10 35,744 35,857 36,355 36,747 38,304 44,031
11 35,923 38.046 28,532 38,901 40,143 41,792
12 35,923 38,236 40,304 443,690 41,748 43,828
13 35,923 38,236 40,508 42,509 42,579 45,548
14 35,923 38,236 40,506 42,722 48,098 48,176
15 35,923 38,236 40,506 42,722 46,328 48 417
16 35,923 38,238 40,5086 42,722 46,325 45417
17 36,642 39,001 41,318 43,574 47,257 49,385
18 38,642 39,001 41,316 43,574 47,257 48,385
19 36,642 as,on1 41,316 43,574 47,257 49,385
2G 36,642 389,001 41,316 43,574 47 257 49,385
21 36,904 39,2789 41,611 43 885 47 5084 49 137
22 36,904 35279 41,611 43,885 47,584 49,737
23 36,904 39,279 41,611 43,885 47,504 48,737
24 38,004 39,279 41,611 43,885 47,594 49 737
25 37.551 39,956 42,317 44 614 48,373 50,544




.Negotiations
Contract Year 2004-05

Proposal

JEA proposes that the stipend for National Board Certified Teachers increase to
$1000 per year.

Rationale

Currently, Jordan pays a smaller stipend for National Board Certification,
however, the Board has shown the intent to heip increase the number of
paiticipants and should reward recipients the same as other districts across the
Wasatch Front.

Tentative Agreement

lg-nr Jara%gﬁi iDistn‘ct

For Joirdan Ddlcation Association

Prain “‘k gggf:«. Lo QM

4f26/2004 3:23 PM



Negotiations
Contract Year 2004-05

Proposal

JEA propeses that certain school leadership responsibilities specifically team
ieader and departrent chalr be compensated according to the attached
schedule.

Rationale

With the loss of the career ladder program, leadership roles in schools are no
longer compensated but continue to require substantial additional time,

;ar Jordan Educatinn Associaﬁnn
Date “% &2 ‘?DQL__F

4/30/2004 11:36 AM



Compensation

Department Chair/Team Leader
. $125 per position

-avel Chairs Amountfschool Schools Total
{igh Schoal 16 2,000 a 3 18,000
Aiddle 12 31,500 : 16 5 24,000
Hementary 8 $1.000 58 % 58,000
ipecial Schools 8 $1,000 6 $ 6,000
89 $108,000

Total loaded $130,380

B/2004



Negotiations
Contract Year 2004-05

Propuosal

JEA proposes that the .49% of WPU Intended to offset insurance be subtracted
from the total increase in the insurance premium and that the District then follow
the previously negotlated agreement in which the district pays half and the
employee pays of any premium increase.

-Rationale
The intent of the insurance offset was to do just that._offset as much as possible

of the increase. The Leglslature wanted to glve some rellef to all employees In
the insurance arena not just the Districts.

Tentative Agreement

Date /0.
L

5/6/2004 10:48 AM



Estimated Premiums

Employes’s Share
Seetificat Employes Currant Hirw Mo, % Increnes % Employss % Increass
Cuersnt Hirw Todal Shurn Yourty In Partion of
Excluaive Pramium Premum incressy [y Fa] Pramkim | Premlum | Coat Premium  Pramium  Premium
Single BT AXSOV LN ] 18.65 TS 4440/  BI2M M4% 12.88%  BO.DO%
2 Pacty 45857 EI3e s3.59 280 488 Tiaa ML 1L41% 1208% S0r%
Family TR BAA AL .01 ELE TAAT 121.35] 1,458.50 11.41% 1@.““ .06
Summii
Singia 2007 aznar .30 16.85 - 44.40| 53280 11.41% 13,684 Q000
2 Panty 456 57 579,18 550 640 LTN - Tl estT0 1141% 13.00% L1y,
Farnity THL B3 40 L2 il LL1.31 T5.AT 121.38] 1,458.50 1141% 13.66% 56,000
Prafarred - Distréct's share b squal ta the hesic plant Employsss will nwed te pick up sddilonal cvar Exclualye and Summit smouas,
Single 3286 30.a3 8T oo ) ba.n4 3016  BO102 1L42% 22 0% 32 88%
2 Paxty 4 ) 580,71 5548 22,70 148,33 1203 1540 11.41% ki T3 Y
Famiy BEE 10 BAE 2 101.02 5552 153,50 219.1!1] 202814 11.41% 22.20% 3.04%
ClasgHiedfidmintyivailon Employss Currand Mol Hiw bio, % Increass % Employss % Howsss
Currant Haw Testal Share  Empioyss | Employes | Yy In Portiun of  Emplinves
Excluaive Premium Premium  mcresss [nfr i) Pramvum | Premiuom | Sowt Pramiom  Premium  Pramise
Slngle 261,77 sar XA 1885 44T 3112 IR ERE AL .6 0T
2 Paty 4ERA7 523,18 53 50 26,20 el 50 0% 801,02 11.41% B5% 115.065%
Famity e B0 M0 4551 = 2508 1.020.86 1141%- B5M 11808%
Surnmit .
Single 2177 3507 L h 1L 1447 n.i2 37344 T.41% 25T% 15U
2 Party L. T LR [N LR 28,80 320 0.8 1.2 A% 95T TIA08%
Family by i | BBA&0 . +5.51 kL B5.08] 1.020.68 11.44% A57% TiEOaY
mm-mmmumuhﬂummm Employses will ssd tn plck sp sdditionad over Exclive and Summit smounts.
Singla 3.8 380,83 My 032 48,56 a8  MO2EE 1142% .54 43.84%
2 Party oz 580,71 S B R T 94 107.84] 1,281,862 11.41% 18 54% 43, 51%
Family 285,40 B4, 12 10 G2 BR52 1428 182 7R} 2193.30 11.41% 18.69% .02
District’s Share
Exrtificaind Oisiricl  Employes | Now Ma. % lncrease % Olatkct X ncressas
Currant Hew Totsl  Stewof  Monthly | Distdet | ey In Fortfonof  District
Exchughve Pramium Fremium jnchiees  incresss  Premium | Prafiom Cost Pramium Premium  Pramjum
Singie 23177 J26.0F nx 1565 4440 280871 3388 04 11.41% BE.39% 37.50%
2 Party AE2.6T 5231\ 5355 28,80 7148 451.68| 542018 11415 BG.34% 3T.40%
Fanouily TRT.M LLLEN] m. +5.51 12128 TOr.02| 9,704 2a 11.41% B8 3d% ELE
Surmmit
Hingle 277 3=or 33.% 18.55 a4 280.87| 398804 11.41% 4534%  3750%
2 Party 489 57 32318 5363 26 B0 T148 451,88 Sa4pt 16 11.41% B 234% AT AE%
Fumily o738 LI I 101 4551 13H.38 TET O3] 020424 11.41% 08,34% 37 A%
Proferewc - District's share |1 squad lu tre basic plan. Employess will need b pick up sdditional over Exclusivs and Sumemit amouils,
Singla An g 5083 3B.9T 16,85 .14 200.87] Ahea04 11,43% T WS
2 Panty M2 &80, 71 5048 680 129.03 451,68 B.420. 14 11.41% TT.76% 20.7T%
Feamily a5, 10 o 12 o102 45,61 21910 TST.02) 204,24 1H41% bENL 207 %
Sty Admirfgrrntinn Dimtrict  Employes | Haw Mo, %increays W Glaiicl  %incrasss
Lurrani MNuw Tolsl Sharm el Momhly Dinlriet Yeurly In Forton of Dewmirict
Exglusive Fremium FPramivm . Incresss  Ncreass  Pregdum | Premium ok Prarlum Pramium  Prarnium
Sanie 21.77 32507 g 1) 1685 a2 TES] 382740 1141% B0.4% 53 W
2 Party 480 .57 3. 18 51%a 2.8 50,00 AT1O0T] SAMEBa 1141% 50, 43%, 53, 40%
Fanny TaT.a4 LI i) \T.01 45 51 LR ] B3 54] 90840 08 1, 41%, B0AdY 51.50%
Summi
Snge 9177 25,07 34.30 1665 kiR T 20395 352740 11.41% B0, 43% 53.50%
2 Party 456 A7 2216 53.54 26 00 2003 A73.07) SATS A4 11,41% D0,42% 53, 490
Famiky i 184ac oim a5.51 B5.06 B33 f.540.08 11.41% 90.43% 2.3
Praferrad - Districts share B vqual 1o the basle pan. Emgiovass will nesd to plek up sdditional over Exciusdve and STl amounts,
Singke 123.88 0.3 g .or 16.65 £5.88 280.85] Q5T 40 11.52% 21.45% 24.90%
2 Pary S2122 SE0.71 945 26,85 14a7.84 47207 5GPAA4 1.4 1% H1.46% 24.90%
Famity 48510 BBE. 17 T 4551 1E2.78 80324 964008 11.47% 81.46% 24.90%




" Negotiations
Contract Year 2004-05

Proposal

JEA proposes that the moratorium on DP 316 Neg, Orderly Termination section
3, G.4 be in effect for up to three years, with review as needed.,

Rationale

Since the Association has not needed to go to a hearing on the above policy,
neither side has had the opportunity to work with the proposed revislons. The
palicy should remaln in moratorium until that time and renegotlated at that time,

Tentative Agreement

For Jpr ScnoodDistrint

lau

For Jordan Educstion Asssrizion

pate _ Pl 2F 7004

04/27/04 10:32 AM




JCRDAN SCHOOL DISTRICT Number-  DP316 NEG

Statement of . . . _ | Effective-  11/28/78
P OLICY ' Revision - - 623432
Page - lof 7

SUBJECT: ORDERLY TERMINATION FROCEDURES—-CERTIFICATED

L. Boapd Policy
‘The Board recognizes the need to provide orderly procedures for termination of Jordan School District educators, and

delegales (o the District Administration responsibility for establishing such procedures in accordance with the Utah
Orderly School Termination Procedures Act outlined in Utah Code §53A-8-101 to 107,

IL  Definiti

For purposes of this policy, the term “educator” refers to an emplayee who hoids a certificate issued by the State Board
of Educatien with the exception of the Superintendent of Schools and those certificatsd emplayees who are reguired m
bold an administrative credentiel in order to function in the position for which they are employed.

Al Career Educator: A career educator 15 2 certificated employee, other than the District superintendent, who
holds a position requiring a valid cevtificate issued by the State Board of Education and is pot & pHovisional
employes a5 defined in District policy DP313—Provisional and Probationary Certificated Personnel, Career
sducators have expectations of continued employment and can only be terminated for cause, declining
enrollment, or reduction in funding.

B. Provisional Educator: Any educator employed by the District who has not achieved status as a carser
educator and has no expectation of continued employment or issuance of a contract fora subsequent conwact
term1 as defined in District policy DP3 ] 3—Provisional 2nd Probationary Certificated Personnel.

. Probationary Educator: Any educator employed by the District who has been advised by the District that
his/her performance is inadequate and has been placed on probation,
D. “Temparary employee” means an individual who is employed by the District on a temporary basis.

Temporary amployees include but are not necessarily limived to the following: substitute teachers,
employees hired under contracts for one (1) year only or for less than one (1) year, employees whose
positions are funded by grants and/or yearly ellocated state of federal monies; and employees whose
positions are authorized for no more than twelve (12) months.

E. Educaror: All certificated personnel as defined above.

IIl. Administration Policy
Procedures for nonrenewal of a contract of a provisional and a carser educator and termination of &n educator's contract
during the contract tarm shall be administered according to the following guidelines:

Quidelines
A. CAUSES FOR DISCIPLINARY ACTION OR CONTRACT NONRENEWAL
1. The District may determine not to renew the contract of 2n educator for any of the following
TEASOTS:
a. Immorality.
t. Insubordination, which includes an act of serious insubordination, repeated acts of

msubordination, or a pattern of insnbordinate behavior.
o Incompeternice.




JORDAN SCHOOL DISTRICT _ Number -  DP316 NEG

Statement of . . . . o Effective - 1172878
P OLICY ' Revigion - . 6125802
Fage - 20f7

SUBJECT: ORDERLY TERMINATION PROCEDURES--CERTIFICATED

d Mental or physical incapacity. )

E. The need to redyce staff size due to a drop in swdent enroltment, Program or service
discontinuance, a shortage of anticipated revenue after the budget has been adopted, o
schoo! consolidation,

f. Comviction of a felony or misdemeanor involving moral turpitude.

B Conduct which may be harmful to students or the District.

h. Improper or nnlawful physical contact with students,

i Repeated violation of District policy.

i Unprofessional condyct not characteristic of or befitting a Jordan District educator.

k. Unsatisfactory compliance with terms of probation {see District policy
DP313—Provisional and Probationary Centificated Parsonnel).

L Any reason that the District in its sole discretion desms reasonable and appropriate
{applies to provisional employees only),

H. Peeformance, attitude, or other employment attribute whick is substantially below the
‘performance reasonably expected from other educators having similar responsibilities and
duties as determined by District policy DP3]1—Evaluation for Cerificated Personnel.

2. The District may determine not to issue a contract to any educator whose status is "Provisional,"
a5 defined umder District policy DP213—Provisional or Probationary Centificated Personnel.
B. DISCIFLINARY ACTIONS

The District may elect to proceed with disciplinary action 1o warn the employee that histher conduct places
the employes in danger of termination during the contract term. The District may elect to exclude any or afl
of the fotlowing steps and proceed directly with termination for cause. No disciplinary action shall
thereafter prejudice the right of the District to proceed with termination for cause on the same facts which
gave rise to the disciplinary action.

1. Oral Reprimand: Oral reprimand may be issusd by the immediate suparvisor.

a. Written Reprimand: Written reprimand is issued by the immediate supervisor or District
Administration which warns the employes that adverse employee actions which may include
contract términation may be taken.

a. This warning is active for a two-year period and may remain in either the schoal file or in
the employee's district personne? file.

b. The waming does not préfudice the right of the District to proceed with termination for
cause should the misconduct continne.

3 Probation: The District may elect, but is not required to place the emplayee on probation for
misconduet which could be grounds of termination during the conttact year.

a. The District is solely responsible for determining the length and terms of prabation
except under the provisions of District Policy DP31 1—Evaluation of Certificated
Employeas,
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Statement of . . .
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SUBJECT: ORDERLY TERMINATION PROCEDURES--CERTIFICATED

Probation shall not prejudice the right of the District to proceed with termination for
cause on the same facts which gave rise to the probation.

4. Suspension: The District may, at its discretion, place the employee on suspension.

3.

The District shall be solely responsible for determining whether the susperision is to be
with or witheut pay and for determining the duration of the suspension.

Suspension may, ameng other reasons, be invoked by the District when further
investigation is deemed necessary or desirable in order to maks an informed decision
concerning the employment of an employee or for the purpose of awaiting the cutcome of
cririnal charges pending against an employes.

Suspension of a teacher shail not in any way prejudice the right of the District to proceed
with other action, including termination for cause, at a Later dste,

Furthermore, the fact that pending criminal charges against a ceacher may be resolved in
tavor of the teacher shall not preclude the District from initiating termination for cause
proceedings or other disciplinary actfon against the teacher based all or in part upon the
seme facts which gave rise to the criminal charges.

5 Any employee subject to disciplinary action shall be given the opportunity to be represented in
any meeting or conference to which they are invited or required to attend with respect to the
disciplinary action

C. CAUSES FOR. CONTRACT TERMINATION

1. The District may terminate: the employment of any educator during the term of the educaior's
contract for any of the reasans lsted above ender jtems a. theough k.

2 The District may terminate the employment of any educator during the term of the educator's
contract for any act, failure to act, or conduct which constitutes a breach of the educatar's
employment contract.

I PROCEDURES WHEN RENEWAL OF THE CONTRACT OF A CAREER EDUCATOR 1S IN
QUESTION
1. When continued employment of a career educator is in question, the career educator shall be

informed in writing at least three (3) months before the end of the contract term.

a.

The reasons why continued employment is in question shal] be specifiad.

b. The career educator shall be provided an opportunity to correct the deficiencies which are
causing continued employment te be in question. Assistance may be granted the educator
to cotrect the deficiencies including informal confersnces and services of schoal
persommel.

E. FROCEDURES WHEN THE CONTRACT OF A CAREER EINICATOR WILL NOT BE RENEWED
1. When the contract of a career educator will not be renewed, the career eduscator shall be notified in

writing at least twao {2) months before the end of the contract term.
2. The notice shall state the date of termination and set forth the reasons for contract nonrenawal,
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SUBJECT: ORDERLY TERMINATION PROCEDURES--CERTIFICATED

The notice shall include a date for an informal conference with the administration, a dete for a

hearing befure an independent hearing officer, and a date for a hearing bafore the Board of

Edueation.

a. The hearing shall be scheduled at intervals of ten (10} days.

[ A recammendation shall be required from the hearing examiner within ten (10) days of the
dats of the hearing.

The career educaior shall be notified of the right to have the conference and hearings scheduled. if

the educator elects not 1o ettend, the dates will be cancelled.

The career educator shall be informed of the right to be represented at the hearing(s) by a

representative of histher choice.

The notice shall be delivered to the career educator personally or sent by certified mail o the

aducator's last-known address.

F. PROCEDURES WHEN PROVISIONAL CONTRACT WILL NOT BE ISSUED

Provisional educators, as defined under District policy DP313—Provisional and Probationary
Certificated Personnel, are not entitled to employment beyond the end of the term of the present
contract, and may not reasonably expect continued employment in succeeding years.

a. When the Distriet delermines not to issue 2 contract of employment to 8 currently
employed provisional educator, the educator shall be notified in writing at least sixty (60)
days prior to the end of the current school year.

b. When the District decides to terminate the employment of a provizional educator during
the contract lerm, the employee is entitled to 2 fair hearing (see jtem G 1. d.).

G. PROCEDURES FOR TERMINATION DURING CONTRACT TERM

1.

NOTICE

a. When an educator is to be terminated during a contrect term, the Dismict shali notify the
educator in writing of the intent {o terminate.

b. The notice shall be delivered i the individual personally or sent by certified mail to the
individual's lagt-known address at least 15 days prior to the proposed date of termination.

£. The notice shall state the date of termination and set forth the reasons for termination.

d ‘The notice shall include a date that the individual must natify the district to begin the
appeal process. This date must be no socner than ten (10) days after the termination date.

- The process inchudes the right to an informal conference with the administration, the right
to 2 heating before an independent hearing officer, and the right to a hearing befors the
Board of Education.
(£} The hearings shail be scheduled at intarvals of ten (10) days whenever possibie.
{2} A recammendation shall be reguired from the hearing examiner within ten {10}
days of the date of the hearing.

e The notice shalt aiso inform the educator of the right to be represented at the hearing{s) by
a represeniative of histher choice.



JORDAN SCHOOL DISTRICT | Number-  DP316 NEG

Statement of . . . _ : Effective -  11/28/78
P OLICY : Revizion - . 6725402
Pags - 5eof7
SUBJFECT: CRDERLY TERMINATION FROCEDURES—CERTIFICATED
CONTINUED EDUCATOR SERVICE
a After notice of lerminaticn, the educator, at the option of the superintendent, may remain
on the job, be reassigned to another eertificated position, or be subject to other reasonzble
personnel actions.
b. If the supetintendent finds that continued employment may be harmful to students or the

District, the educator shall be suspendsd with pay pending tarmination. No more than

fifteen (15) days of salary shall be provided to employees who are on suspension.

{1 The District shall notify the edoeator of the suspension in writing.

2 The District notice shall include findings of fact as to why harm may result to
students or the District if active service is allowed to continue.

HEARING CANCELI ED

a If a hearing is cancellad by the educator, the written notice of intention to terminate
employment will serve as written natice of final termination by the Board.

h. The cause(s) of termination ars thase contained in the notice of intention to trminate
employment. S,

APPOINTMENT OF HEARING EX AMINER

a. On or before July 1, the superintendent and the organization representing a majerity of the
educators shall mutually agres upon a pool of eight (8} impartiat hx:anng uﬁ' 1Cers, fc:rur (4

MEOR:

officers. If there is one name chosen in common, that hearing ufﬁcer shall be ﬁmt on the
list. The remaining names shall be drawn &t random and placed on the list in the order
drawn. If there are no names chosen in common, 2l of names shall be drawn at random
and piaced on the list according to the order of the draw. The hearing officers shall then
be called in the order they appear on the list until one fs found that is available for the day

of the hearing.

¢ Thecostof services of the hearing sxaminer shall be equally shared by the District and the -
educator or the organization representing the educator. '

CONDUCT OF THE HEARING

a. The educator may be represented by counse] and may call wimesses, hear accusing
testimony, cross examine witnesses, and examine documentary evidence.

b. The District shall make available District employees if needed as witnesses for either
party.

. Parties shall exchange documentary evidence at least twa (2) days before the scheduied
hearing.

. The hearing shall be conducted infarmally, and the rules of avidenes used in courts of Llaw

need not be strictly obsarved,
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SUBJECT: QRDERLY TERMINATION PROCEDURES--CERTIFICATED

The bearing proceedings shall be recorded and preserved in a manner & assure
completeness and accuracy i.¢., electronic tape recording. Stenographic recording shall
not be required.

o, HEARING EXAMINER'S DECISION

a.

After hearing all of the evidence, the hearing examiner may render an oral decision
immedizately following the conclusion of the proceeding. The hearing examiner shall
within ten (i0) days of the hearing, render a written decision supported by findings of fact.
The decision may recommend 1o the Board that the proposed action be taken or that the
proposed action not be taken or that other action less severe than the prososed action be
taken.

The decision of the hearing examiner, topether with the findings of fact, shall be sent by
certified mail to the educator’s last known address. A copy shall be mailed to the
educator's representative, if any.

7. REQUEST FOR. BOARD REVIEW

LR

The educator shall have the right to request a Board review of the decision of the hearing
examiner.

4 written request for a Board review must be received by the President of the Board of
Education within ten (10) days of the date the hearing examiner's decision is postmarked.
The Board review shall be upon the record made in the hearing before the hearing
examiner, except that the Board may, at its discretion, hear additional testimony or
ergument. '

3 BOARD REVIEW NOT REQUESTED OR DECISION FAVORS EDUCATOR,

a.

If a request for review is not received or if the decision of the hearing examiner is in favor

of the educator, the Board shall determine whether or not to adopt the decision of the

hearing £xsminer.

If the Board adopts the decision of the hearing examiner, the findings of fact prepared by

the hearing examiner, if any, shell bs desmed the findings of fact made by the Board,

‘The District shall notify the educator of the Boerd's decision by certified mail.

If the Board determines not to adopt the decision of the hearing examiner, the Board shail

review the matter based upon the record made in the hearing before the hearing examiner,

except that the Board, at its discretion, may hear additional testimony or argument.

(1) The administration will notify the educator if the Board detemmines tq hear
additional testimony or argument.

g. BOARD DECISION

a.

Within five (5) days of receiving the hearing examiner's decision, the Board shall render &
decision that the originally proposed action be taken, that the originally proposed action
rot be taken, or that other action less severe than the originally proposed action be taken.
The Board shall issue findings of fact that support the decision or may adopt the findings
of fact prepared by the hearing examiner.
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SUBIECT; ORDERLY TERMINATION PROCEDURES- CERTIFICATED

10

11.

12.

The educatar shall be notified of the decision of the Board and the findings of fact by
certified mail addressed to the educator’s last known address. A copy shall be sent o the
educator's representative, if any.

FINALITY

Y The decision of the Board in al! cases is final.
4 rehearing shal! not be allowed,

APPEAL

a. Upon the timely filing of an appeal of the decision of the Board in an appropriate court of
law, the Board shall cause to be prepared, centified, and transmitted to the court, the

decisicn of the Board, the findings of fact of the Board, and the record of the hearing befors
the hearing examiner or Board or both.

RESTORATION OF RECORDS AND BENEFTS

a. If the final decision is made in favor of the educator, the charge(s) shall be expunged from
the educator's record except when substantive problems exist but the recommendation to
terminate was dismissed or modified bacauss of procedural errors.

b. If the final decision is made in favor of the educetor, the educanor shall be reimbursed for

salary and benefits lost during suspension, if any.



. Negotiations
Contract Year 2004-05

Proposal

JEA proposes that the moratarium on DP 315 Neg. Grievance Policy, sections J.\,
K. and L. be in effect for up to three years, with review as needed.

Rationale

Since the Association has not filed a grlevance which as led to the above ievel,
neither side has had the opportunity to work with the proposed revisions. The
pollcy should remaln in moratorium untit that time and renegotiated at that time.

Tentative Agreement

or Jordan Education Association

Date M 27, 2@0*‘%

04/27/04 10:32 AM
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SUBJECT: GRIEVANCE FROCEDURE—CERTIFICATED

DEFINITIONS
4.  (rievance - A complaint which:
1. Sets forth the allegation that there has been a violation of any District policy, or state or federal
law.
2. Specifically identifies the policy or statute viclated.
B.  Grievant - Any student, employee, teacher or parent aggrieved by a decision or condition falling under
District policy, or state or federat law.

C.  Compliznce Officer - The District employee or employess desipnated to coordinate compliance efforts
concerning District policy and state and federai law charged with the responsibility of investigating

complaints.
EROCEDURE
A, Stepl:

1. Any certificated employee alleging a prievance is encouraged to resolve the prablem, if possible,

through an informal discussion with the immediate supervisor. 1f this is not satisfactory, ihe
_ grievant shall file at Step 11
B. Stepll:

1. Any certificated employee alleging a prievance shall present a completed grievance form to
histher immediate supervisor. A copy of the grievance will be immediatsly forwarded by the
supervisor to the Diistrict complisnce officer whoe shall then submit the issue in question to the
Jordan Education Association {JEA) in writing. JEA has the option of reviewing the issue and
making a written response to the District compliance officer.

a. The superviser shall respond to the grievanee, in writing, within five {5} working days
following receipt of the grievanca.

b, If the respanse (decision} does not resolve the problem, the grievant shall be free o file
the grievance at Step I

C. Step L

1. The Investigatory Committee may be activated at this step only. (Ses Miscellaneous Itern 1.)

a. The grievant shall prepare and file the grievance with the compliance officer.

b, The Investigation Committee or the comphiance officer shall investigate the complaint
with the parties concerned in the grievance within fifteen (15) working days of the
gricvance having been filed.

e The compliance officer shall igsue 2 written report seting forth his/her findings and
recommendations for the resolution of the grievance within five (5) working days after the
conclusion of the investigation. .

d The grievance shail be considered resolved if the grievant and the District accept the
sscommendations of the compliance officer, or if the grievant fails to file the grievance ar
Step TV within the time limits set forth hersin,

€. If no written report bas been issued within the time limits sot forth in "¢ above, or if the
grrevant or District shall eeject the recommendatdons of the compliance officer, the
enicvant shall be free to file the griavance ac Step IV.

D, SwepIV:

1. If the grievant rejects the recommendations of the District compliance officer, or the compliance
officer fails 1o i8sue & written report in the time specified, the grievant shall have ten {L0)
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SUBJECT: GRIEVANCE PROCEDURE—CERTIFICATED

E.

working days 10 request that an impartial hearing examiner be selected to hear the grievance,
{Procedures for the selection of the hearing examiner are in the miscellaneous provisions.)

2. The hearing exariner shall submit written recommendations to the Superintendent and the
grievant or histher designated representative within ten {10) working days after the hearing.

3. The Supermtendent shali, within five (5) working days, submit in writing to the grievant the
Dristrict’s decision to reject or accept the hearing examiner’s cecommendation.

Step V:

1. If the: grievant rejects the recommendations of the superintendsnt or his designee, or if the
superintercient or his designee fails to issue a report within the time limits set forth above, the
grievant shall be free to file the grievance at Step ¥ within ten {10) working days of the date the
recommendation of the Superintendent or his designes was issued or should have been issued.

2. The grievance at Step V shall be filed with the Board in the following manner:

a. The grievant shall file the prisvance by delivering it to the Board within the time limits
set forth herein.

b.  Within ten {30) working days of receipt of the grievance, the Board shall establish &

' hearing date to hear the testimony of all interested parties. The Board shal! have the
authority to call witnesses for the hearing. Such hearing will be held within twenty (20}
working days of the filing of the grievance.

. Within thirty (30) working days of the filing of the grievance at Step V, the Board shall
issue its determination of the grievance. The findings of the Board shalt be final and
hinding.

MISCELLANEQUS PROVISIONS

0

S oammg

A grievance must be filad within twenty (20) working days of the date grievant knew or should have
known of the civcumnstances which precipitated the grievance.

A gnievance shall furnish sufficient background concerning the alleged violation which identifies
date(s), time(s}, person(s}, and actions that led to the aflegation.

No person shall suffer recrimination or discrimination because of participation in this grisvance
procedure.

Hearings should be scheduled during a mutuaily convenient time.

Employees shall be free to testify regarding any grievance filad hareunder.

Confidentiality will be observed pending resclotion of the grievance or final decision by the Board.
Nothing contained herein shall be construed so as to limit in any way the ability of the District and the
grievant 1o resolve any grisvance, motuslly and informally.

The grievant shall be entitled to representation of hisfher choice in all stages of these proceedings.

The Investigatory Committee shall be selected as follows: The District shall desipnate one member of
its choice and the JEA shall designate one member of its choice, and these two appointess shall
recaommend a third committes member subject to the approval by the JEA and the District. This
committee shall conduct investigations of grievances filed by persons asking to be represented by the
JEA and shall report the results of its findings and its recommendations, in writing, to the District

comipliance officer who shall be responsible 1o make final determination of all grievances. All
gricvances shall be investizated and a response made, regardless of whether or not the grievant asks for

representation.
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All committee appointments shall be made prior to the beginning of each school year. When required,
all members of the Investigative Committee shall be excused from their reguler assignments to perform
~————tvestigations -
{J.  TheJEA and the District shall submit to each other a list of names of persons to be considered as
] impertial hearing examiners, On or before July |, the superintendent and the organization shall
| m}lmyﬂy agree upon a poal of eight (E]rimparr.ial heanng !::-fﬁners, fm:n‘ (4} shq]l be sul_zmitlnd by the
| District and four {4) by the JEA. The list shall be maintained at all times until such fime as either
aobjection ta a member on the list. Such objection, if any, must ba

party shall, in weiting, raise an

! i waln kil [I:I'l_ wii] I
‘K. The e it aringr e amivgl for 2 Jali = as follpie:

i Assckcili ; Sail gbch 36 & 4 I f If there i

. ODE DAME & at hearing oiltcer sh on the Iist. The remaining names shall

i be drawn at random and placed on the tist in the order drawn., If there are no names chosen in common,

| all of the names shall be drawn at random and placed on the list according to the arder of the draw. The

: hearing officers shall then be called in the order they appear on the list unt! one is found that is

; available for the day of the hearing.

L. The cast of services of the hearing examiner shall be cquaily shared by the District and the educator or
the organization representing the educator.

“M. I the event that the grisvance remains unresolved at the (ermition of this grievance procedure, the
grievant is free to pursue such litigation or statutory remedy as the law may provide.




- Negotiations
Contract Year 2004-05

Proposal

- JEA proposed that the No-Absence Incentive Policy DP 354 Neg. be fitled the
Attendance Incentive-Certificated. JEA also proposed that policy remain in
moratorlum for the 2004-05 year to continue to see If proposed changes from
the 2003-04 Negotiated Agreement have made an impact on teacher attendance.

Rationale

We have only looked at the data from the 2002-03 school year. ¥ would be wise
to review data from the current year to see if any changes in behavior have
occurred prior to rewritten the formula into policy.

Tentative Agreement

For Jordan Education Association

Date _ﬁbl_& Z2.200¢

0442704 1129 AM
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The Board recognizes that it is in the best interest of students to hnvc'ﬁnployees on the job each contract day, and
delegates to the administration responsibility for adminisiering ag No-Absenee AttendanceIncentive palicy for
qualifying employees.

Il __Administration Polley
The No-Abseree Atendance Incentive policy shall be administered ecconding to the following guidelines:
QGuidelines
A. Funds recouped for "no pay* days, based on average salary iess the cost of substitutes, shall be distibuted
equally to those employses paid on tescher salary schedules who do nat use any sick leave, personal leave, or
“no pay” days during the contract year.
Empioyers must complete a full contract year o be eligible,
Only those employees eligible for fringe benefits can be the recipients of this program.
Payment will be made on the regular July check based upon “no pay" days used from July through JTune.
Fayment of available funds 1o eligible employees shall be procated according to the number of hours
worked per day.

el



Negotiations
Contract Year 2004-05

Proposal

JEA proposes the changes as written In AA 421 Neq. Local Professional
Improvement Committee.

Ratlonale

These changes represent the current philosophy around professional

development in the district, Changes were proposed by Brenda Hales, George
Welch and Laura Black,
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SUBJECT: LOCAL PROFESSIONAL IMPROVEMENT COMMITTEE

—1. _Board Policy
The Board recognizes the value of a competent, professionally trained teaching staff and authorizes establishment of a

Local Professional Improvement Committee {LPIC) 10 encourage, guide, and reward the professional development of
staff membaors.

H. _Administration Pollcy
The Administration shall administer this policy in accordance with the following guidelines:
Guideli
A.  Membership
1. The Jordan School District LPIC sha!l consist of the following members:
-3 The Execuotive Director of Cwrricuium and Staff Development.
k. Eeur Three principals (one elementary, one middle school, 2nd one high school -snd-one-fropra
specint-program-related schanl).
C. Fewr Thiee teachers {one elementary, one middle school, and one high schogl and-ome-fram g
apesishprogram-ralsted sahoal),
2. The Executive Director of Curriculum and Staff Development shall act as chairperson. The chairperson
shall vote ondy in the ease of a tie.
3. The four threg principals shall be nominated by the Area Executive Ditectors and will serve twa- year

terms. The elementary and high school terms expire on the odd year-and-the-spectsl-progrars-and rmiddle
school terms expire on the even year,

4, The feur threg teachers shall be nominated by the Jordan Education Association {JEA} and approved by
the Superintendent. Teachers will serve two-year terms. The speeish-praprems-zad middle school terms
expire on the odd year, and the clementary and high schoel terms expire on the even year.

B.  Schedule of Meetings

LPIC meetings shall be held 25 needed on the first Wednesday of the month, September throngh April. and twice
in May. on the fiest and last Wednesdays. Other Mieetings will be scheduled as oftan as business requires.

Li. Fupctionsl Responsibilities
A.  The LPIC shall review all school and individual inservice requests for credit and make recommendations

regarding approval. Upom LPIC appmval the. Exacutwe I}irecmr of Cumculum and Staff Devclnrpmcnt shall
s1gn the inservice requests s B ' 3

1. Any District educator may submit to the Staff Development Office a reguest to teach a specific inservice
course. The S1aff Development Office will then arrange for the class sccording o district puidelines,

2. Any District educator or principal may submit to the Staff Development Office a request for inservice
training. The 5taff Development Office will then arrange for the class according to district guidelines.
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SUBJECT: LOCAL PROFESSIONAL IMPROVEMENT COMMITTEE

Before a District, schoo] or individual course s approved, the instructor(s) must have a resume on fle
with the Staft‘ Deve]npment Dfﬁce as well as a course syllabus anda student avaluation plan, gnd &

An}r tnservice cl,us fm* salar_\,r Ianr: cm;ht miust be approved before the class begins,
Any inservice for eredit must carry the signature of a central office sponsor.

e j AN Tor a1t courses domroyed by the g Ate Office of Edrnes .|| 1 )

mmmmgm Credit will be granted for courses I:aught by other agencies as long as

the courses are submitted to and approved by the LPIC before the course begins and the course meats 1|
other prlicy requirements.

Only requests received by the 25th of each month will be assured consideration at the next LPIC mesting,
The following criteria will be used for inservice evaluation:

a. The raquest mects an established district need.

b, Fenr16; Fourteen (1diclock hours (60-minute sessions) of classroom instruction are required for

mhm(l}wwhomofcmt Fiftesn-{1i-elosihours-{60-mmic-scasionsae

: & dit- Clock hours are considered as direct inetruction.
Lab acti wues. lmmcwurk or tnme. fur meals cannot be cuuntmi

Lﬂk:_anm{m ﬁgll inservice crcdu awarded must be aarnnd afne:r contract hours.

Clarification of lane change credit:
4. Credit for salary fane changes will be granted for regident {on-campus) coltege credit, extension

eredit-fram-Hinh-eofleges USOE approved credit, District approved credit, and LPIC approved
distretaponsored inservice credil.

An inservice class offered out of the District may be approved for salary lane change credit if it is
reoommcndnd I:-;n.r ONE Of more Disu-ict administratcrrs a5 meeting an assessed District need.

: 5 ; 3 iyh, Bnservice training
whm: tnuchm's Teceive A supend cannot be muntad for salar}r {ane change but may cavnt toward
state recertification. A stipend will be considered as an hourly payment or hororarivm for
antendznce. District stipends will be based on the current hourly inservices curricelum development
ratc. AR hunorarium will be ounsidered a payment foc not 2 reimbursement for expenses.

avs, Sstipends given to

inservice |nsuucturs w1ll b: bum'l on I;Iv.-. current l'u:-url_t,r inservice cumcu]um developmment rate,
plus the same rats for an agreed upon number of preparation hours not to exceed the tota! number
of hours of instruction. An instructor may elect to recsive cradit in lieu of pay the first time
he.l"shf. teaches a parr_mular course. .

g : ; g ays, Hoservice classes
held on mmtract time wﬂl not carry salary lane change crudil If administrators are involved in
approved inserviee training courses for credil, compensatary time may be arranged upon approval
of the Area Executive Director,
£, University credit will be accepted on 2 qearter-hour semester-hour basis. Multiphr-semesterhours
by-tSioconver-io-equivalant quarter-hours:
r. Jordan Dristrict contract employees must submit application forms and pay a registration fee based

on the number of credil hours for which they register. A-sepursiefoe-sehedule shal-be-estanbshed
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SUBJECT: LOCAL PROFESSIONAL IMPROVEMENT COMMITTEE,

L8]

fornot-emplovess: Any changes in the fee structure must be approved by the Local Professional
Improvement Committee and the District Administration.
g  Salary lane change credit will be processed in the Human Resowrces Department in accordancs
with policy DP309—Salary Guideiines, which details educator responsibilities,
The LPIC shail assist with inservice needs assessment by reviewing assessment instruments and making
recommendaticns ralated o assessment procedures.
The school principal or his/her designee shail serve as the inserviee information disseminator at each school.

The LPIC shall screen alf applications for sabbatical leave according to policy D333 NEG—Sabbatical Leave,

and make recommendations to the Superintendent for approval. ' _

1. The number of people approved for sabbatical keave is determined by the Roard, All applications must
ba approved by the Board before being granted,

2. When a sabbaticai leave is successfuily completed, a copy of the educational program and a trenscript of
credit and a rsport will be submitted to the LPIC for review, The LPIC will notify the Superintendent of
successtul completion or failure to comply.

3. Personne! on sabbatical leave must submit a progress report 1o the LPIC by February 15 of the year the
leave is granted. The report is to include the date the employee intends to return to fill-time status.
Following review by the LPIC, the repont will be forwarded 1o the Human Resources Drpartment.

4, An employee retuming from a one (1) year sabbatical leave wili be placed in the same school and
position as was beld at the time the leave was granted, unless he or she requests ptherwise. Histher
replacement will be bired on & temporary basis and will be so advisad vpon hiring. _

The LPIC shail screen all applications for educational lezve according to poiicy DP332 NEG—Educational

Leave, and make recommendations to the Superintendent for approval.

1. The number of peaple approved for educational leave is determined by the Board.

2. Personnel on educational ieave must submit a progress report to the LPIC by Fabraary L5 of the yest the
leave is granted. The repott is to includs the date the employee intends to return to full-time status and/or
a request for 4 one-year extension if needed. Following review by the LPIC, the report will be forwarded
ta the Human Resources Departrzent. _

3 When an educationat leave is successfully completed, a copy of the outline of studies and a transcript of
credit and a réport will be submitted to the LPIC and the Superintendent for review,

EG.

Ful ight olarshi nd an
The LPIC will function Lo assist District educators with csrtification and endorsement needs in accordance with
the standards and guidelines of the Utah State Board of Education.

Tentative Agreement  ~

For Jordan Ecvcairs: Aszasiation

Date i/ﬁz/ af




Negotiations
Contract Year 2004-05

Proposal
JEA proposes the following changes in DP 324 Neg. Sick Leave-Certificated.

Rationale

Concemns were address in District Advisory Committee and need to follow with
corrective language.

Tentative Agreement

% choo! District
For Jurdamn Association

Date w 24 2004
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SUBJECT: SICK LEAVE—CERTIFICATED

I.___Board Policy

It is the policy of the Board 1o authorize paid sick leave benefits for certificated personne] who work 24 hours per week
o mare and to comply with requirements of Public Law 103-3, Family and Medical Leave Act. The Board delegates to
the Administration responsibility for establishing guidelines for sick leave and family leave benefits. If additions] leave
15 needed beyond what is coverad in this policy, refer to the Family Medicat Leave Policy—DF322 NEG.

1 irmigi i Poli
The sick leave policy shall be administered according 10 the following guidelines:
G a1 I ]1 L]
A.  Sick Leave Allowances
1. Unil retirement oc termination, centificated smployees with a continuous service date prior to Jyl ¥ l.
1977, shall be atiowed unlimited sick leave not to exceed 120 days per contract year far 9-month
employees, 220 days for 11-month employees, and 240 days for 12-month employees.
2. Cernificated employees with a continuous servics date on or after July 1, 1977, shafl be allowed sick laavs
in accordance with the following schedule:

Years L and 2 10 days per year*
Years 3 through 5 12 days per year+
Years & through 10 13 days per year*
Years 11 through 15 14 days per year*
Years 16 and beyond 15 days per year*
Maximum accurmulations:
i76 and 184-day contracts {2 month) 180 days
220 to 233-day contracts (11 month) 230 days
245-day contracts (12 month) 240 days

* Nowe: An employes may use up to three days of hisfher own accumutated sick leave to attend to the
health care neads of immedigte family members. (Immediate family is defined as husband, wife, daughter,
son, employee’s ar spouse’s father, mother, grandchild, brother, sister, grandfather, grandmother, brother-
in-law, sister-in-law, son-in-law, davghter-in-law, or other person residing in the employee’s home.) This
schedule does not chanpe the way unused sick leave benefits are caloutated at the time of cetirement.
3. Caiculating sick leave allowances
a. Employees hired after 2 contract year has staried shatl receive sick leave benefits on 2 prorated basis
for the remainder of that year. {For example, an employee who is on contract for 50 perceni of the
canract year would be ligitie 1o receive 50 percent ar 5 days of the 10-day annual sick leave
allowance.)
a.  When caleculating sick leave allowances in subsequent years, employees shall be awarded a full year of
service for the first partial year of employment if their hire date is prior to January 1. IF their hire date
is after January |, no service shall be awarded for the first partial year of employment,
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4. Sick leave benefits during approved absences

a.

Intermuptions of work for sabbatical leave, educationa leave, or other authorized leaves shall not be
considered a break in continuous service. Showld an employes be grantad a leave for any reason,
he/she will keep his'her number of cumulative sick leave days to be used upon return, but shall not
be considered for sick leave during the time of leave. -

Employecs retuming from authorized lsaves shall receive sick leave benefits according to the policy
in force at the time the Jeave began except when the policy is changed a5 a result of negotiations.

5. Use of sick leave for critical family care

A meximum of ten (10} days of sick leave may be used each year to care for 2 eritically ill member of the
immediaie family or critically il persen residing on a permanent basis in the employee's home.

1,
b.

Immediate family shall include mother, father, son, daughter, husband, or wife.

Use of sick leave for critical family illness must be authorized by the Sick Leave Bank Review
Cammittee. The employee must submit hisfher request in writing to the Sick Leave Bank Review
Commitee using the form available in the Human Resources Department.

Employees may not apply for critical family iliness benefits until all accrued personal leave days
and family leave days are used.

In cases of extended critical illness, employees may apply for additional days beyond the ten (10

day allowance.

{1}  Ifcircumstances warrant it, the Sick Leave Bank Review Committes may authorize
additional days equal 1o the number of unused family days available at the beginning of the
critical illness. (A maximum of 3.}

(2)  Employess who have exhausted personal, sick and family leave benefits, bur who must
continue 1 deal with 2 critical family care {as defined in itlem 5 above) may apply 1o the Sick
Leave Bank Review Committee for additional days. One additional day may be granted for
each year of service in the District up to a maximom of 12 days. 1f additional days are
granied, only the cost of a long-term substitut shall be deducted from the educator’s pay.

{3} For those employees hired priar to FJuly 1, 1977, the Sick Leave Bank Review Commiitec
may allow the use of sick leave days for a critical family care (as defined in item 5 above).
One addidonal d2y may be granted for each year of service in the District up to0 2 maximum
of 12 days. If additional days are granied, only the cost of a lomg-term substitute wiill ba
deducted from the educatoe’s pay.

6. Usc of sick leave for adoption

.

An employee who adopts a child must apply for eritical family care days by submitting hisfer request
in writing to the Sick Leave Bank Review Committee using the form available in the Human
Resources Depariment. : [ USE pmeximum of ten {100 davs oritigal fami

the time of actua) custody of the child,
Employees may not apply for critical family care benefits until all accrucd personal leave and Family
leave days are used,

&= ¢. Any additional leave must fall under the guidelines of DP322—Family Medical Leave Act.
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<d  Part-time employees (hali-time or more) may be granted up 1o a total of twelve (12) weeks leave

{paid and non paid, including any off track time to continue to care for an adopted infant.

(1) During the leave period, the District shall continue to pay its portion of the employes’s
group health insurance premium. An employee on leave must continue o pay hisher
portion af the health insurance premivm in ordet to keep coverape in affect.

(2) An employee is not entitled to the accrual of any seniority or employment benefits that
would have accrued if not for the leave. Anemployse will not lose any ssniority or
employment benefits that accrued before the date the leave began.

(3} If an employee fails to return to work after the leave has ended, the District may recaver
the health insurance premium paid by the District on the amployee's behalf.

B.  Sick Leave Limitations for Employees Hired Prior to July 1, 1977

i

Emplayees hired pricr to July 1, 1977, who are off continuously from one contract vear to the next and e
approved for long-term disability shall be paid a maximum of 180 days of sick leave. If an employee is
absent more than 100 days in & contract year, sick leave will be {imited to 30 days the following year
unless the emplayes has returned to work and then finds it necessary to apply for long-term disability. If
that ocours, an employee will be granted the remainder of kisher 180-day sick leave days from the
previous year.

If the District suffers a revenue ioss, sick leave allowances may be teduced in order 1o assure solvency and
maintain a balanced budpet as required by law.

Employees hired prior to July 1, 1977, who use 100 or more days of sick leave during a contract year shall
be limited 1o 30 days of sick leave during the following contract year. At the beginning of the third year,
the employee's standard sick leave benefits shall be reinstated or termination procedures shall be
implemented in accordance with palicy DP316--Orderly Termination Procedures.

C. Sick Leave Bank

Z.

Establishment of the sick leave bank

a Each ysar, one-half (1/2) day shali be placed in the sick bank for each cenificated employee wha is
on the accumulative sick leave program.

b. Unused days in the sick leave bank shall not carry forward to the next year to an accumulated
maximum of 200 days.

Ulse of the sick leave bank

a The sick leave bank is designed for serious, unanticipated long-term illnesses. It is nat intended 1o
be used for short-term, in-and-out absences, elective medical procedures or other medical care that
could be secheduled during non-contract time.

h. Days from the sick leave bank shall be granted 1o sligible employees only after all acerued sick
ieave, familty leave, 2nd personal leave days have been used.

c. A combination of continuous years of service and sccumulated sick leave days shall be used to
determine the number of sick bank days which an emgloyee qualifies o receive and any pay loss (o
be sustained. {Years of service shall be compured in accordance with established guidelines for

salary step movement.)
d. Employees are nol eligible to participate ip the sick bank until 12 months after the date of
employmenl.
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D.  Sick Bank Allowances
1.  Second Year Employees

Second year employees shall be allowed up to 10 sick bank days at full pay accarding to the following schedule:
' Drays of Accumultated Number of Days that Sick Bank
Sick Leave at Eeginping Lang-Term Substitute Days

= ACTTIT 0% DFCTIC

Allowed
il '3

._
=

—
_
BB ] B LR e L bl e
=N T R T R A

5 or fewer 1q
b.  After all sick bank days allowed according to the schedule listed under item a. are used, second year
employees may be granied up to 10 additional sick bank days if circumstances warrant it. The cost
of a long-term substitute shail be deducted for each additional day used under this option.
€. In cases of catastrophic illness or injury, the Sick Bank Committes may grand second year
employees vp to 20 additional days of sick bank after all sick bank days provided under items a. and
b. are exhausted. The cost of a long-term substitute shall be deducted for rach additional day used

under this aption.
2. Third Year Emplovess
a Third year employees shall be aiicwed up to 40 sick bank days at full pey according w the
Todlowing schedule:

Days of Accumulared Numtber of Days that Sick Bank
Sick Leave ai Baginning Long-Term Substine Days Allowed
of Long-Term Absence Costs Will Be Deducted &L Full Pay

15 glus 0 40
14 i g
13 2 38
32 3 37
11 4 16
10 5 as

O i) 34
B T 33
7 & 3z
[ 0 31
5 10 10
4 11 28
3 12 28
2 13 27
| 14 26
1] 15 25



JORDAN SCHOOL DISTRICT Number - D324 NEG

Statement of . . . . Effective- 1986
POLICY . - Revision - 610403
Page - S5ofé

SUBJECT: SICK LEAVE—CERTIFICATED

b.  After all sick bank days allowed according to the schedule listed under item a. are e, third year
employees may be granted up 1o 40 addidonal sick bank days if circumstances warrani it. The cost
of a long-term substitute shal] be deducted for each sdditional day used under this option.

€. In cases of catastrophic illress or injury, the Sick Bank Committee may grant third year employees
sufficient sick bank days to cover their ransition to long-term dizability after ell of the sick bank
days provided under items a. and b. are extiausted. The cost of a long-term substitute shall be
deducted for each additional day used under this option,

Employees with four or more years of service shall be allowed up to 120 days from the sick bank at full

pay less the cost of the substitute for each day the employee falls below 15 days of accumulated sick leave

at the baginning of the long-term absence. (A maximum of 15 days' long-term substitute costs will be
deducted.)

Sick bank limitations

&, Prior to granting sick bank days, an emplayee shall apree in writing (o répay compensation at
his/her daily rate of pay for sick bank days used or granted if he/she terminates employment with
the district for other than medical reasons before completion of the current and succeeding contract
year.

b, ‘The illness/njury must be medically documented with 2 statement bearing an arigingl signature
from the attending physician. The verification of absence form may not be stamped with a
physician's signature or signed by the zttending nurse, office manager, etc.

c. A seeqnd opinion may be required with any costs not covered by insurance bome by the Dristrict.

d. When an empioyee requests sick bank days more than once within a 48-month period for an
unrelated iliness, a three {3)-day loss of pay shall be required before sick bank days are granted, Use
of sick bank days shall be limited ta 120 days within a 48-month period. The employee will also
be requited 1o meet all other qualifying criteria.

e, Under catastrophic conditions, employees may appeal ta the sick bank commitiee for a waiver of
pay loss provisions. The committee shall review the employee’s attendance record and other related
factors and either grant or deny the waiver based on the findings. No appeal beyond the sick bank
committes is provided,

E. Sick Leave Review Board

k.

A Sick Leave Review Board shall be organized 1o review issues related to sick bank usage and cases of
suspected sick leave abuse,

The Sick Leave Review Board shall be composed of one administrator appointed by the superintendent and
two members appointed by the president of the jordan Education Association.

F. Abuse of Sick Leave

l.
2.

Administrators shall periodically review sick lzave usage.

H an abuse of sick leave is suspected, the administrator shall confer with the employee and, if NECESKAry,
ask the Sick Leave Roview Board to review the case. Cases will be reviewed aceording (o Administrative
Guidelines developed by the Sick Leave Review Board.

If it is determined that an abuse of sick leave has occurred, the following actions shall be taken:
a. The sick leave benefits which werc paid inapprapriately shall be reclaimed from the employee,
b, The employee shall be suspended for five (5} days without pay during the next pay period.



JORDAN SCHOOL DISTRICT Number - D324 NEG

Statemnent of . . . ' . Effective - 1/9/96
POLICY - ' Revision -  6/10/03 -
Page - 6ofé

SUBJECT: SICK LEAVE—CERTIFICATED

. A reprimand shall be entered in the employes's personne] file.
4. A second proven abuss of sick leave may result in immediate termination.
G.  Payment for Sick Leave

1. Inorder to receive full pay for work missed due to illness or injury, employees shall complete an absence
furm which is approved by the immediate supervisor and submitted (o the Fayroll Department for
processing.

2.  Employees may be required to verify the nature and duration of an illness or imjury with a doctor's
cerificate.

H.  Notification of Absence

1. Empioyaes are required to notify their immediate supervisor as soon as they know that they will be abhsent
from work.

Z. If a substitute must be hired, the employee shall see that the Homan Resources Department is notified no
later than 6:30 2.m. on the day of the sheance,



Negutiatiuns
Contract Year 2004-05

Proposal

JEA proposes changes in DP 304 Neg. Teacher Transfers and Reduction in Force
policy.

" This proposal wouid spiit the policy into two separate policies—Teacher Transfer
Policy and a separate Reduction in Certificated Staff pollcy.

Rationale

JEA feels that the separation of these policies would dlarify and separate the
Issues, Transfers are either voluntary or involuntary. Reduction in Sta2ff
procedures would allow teachers to lock at a separate policy to understand what
happens in the schools when there are changes in the staffing formulas.

Tontative Agreement

For.Jo

District

or Jordan Education Association

Date HJ_LU\ e y0Y

47262004 4:07 PM
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SUBJECT: TEACHER TRANSFERS AND-REDUCTION-BI-FORCE

L. __Board Policy

The Board recognizes that ali employees should be placed in the school and department that will best fit the educational
nocds of the students in the District. Consideration will be piven to the employee’s placement preference. When
circumstances make it necessary 10 transfer employees involuntarily or reduce staff, orderly procedures are to be
impiemented. '

1i.  Adwmipistration Pollcy
It is the policy of the Administration to assign personmel to the positions that best meet the needs of the District.
Transfess shall be used 1o maintain a proper balance of experience and specialized competsnce among the schools of the
District.
Cuide
A.  Voluntary Transfers
1. The Human Resources Department will identify and advertise known vacancies beginning April 1 of each

school year, including those positions which were filled afier Jan. 1 of the current school ysar. Transfer
requests will be aceapted until 10 working days prior to New Teacher Orientation.

2. All vacancies oceurring between Arpait-Hand-May+5 April 15 and June | of each year shall be advertised
to current employees only, and teachers will make transfer requests according to the following guidalines:

a. On Thoesdey Monday of each week, beginning with the week of April 1, a list of all known job
vacancies, together with requited endorsements and skill requiremenits, will be compiled. This list

of vacancies will be available 1o current employess only at the Human Resources Department on
Thursday and sent to the local schools for posting immediately thereafier and published on the

Jordan School District Web site a3 woww jordandistrict.org.

b. A request for transfer form, available at the school or the Human Resources Department, signed by
the principal, along with a resume which gives evidence of appropriate endorsements and requested
skill requirements, sheuld be submitted to Human Resources no later than the Friday following the
school postings.  After a teacher has submitted one transfer form and resume, requests for transfer
to additional apenings can be accomplished by calling Human Resources na later than the Friday
foliowing the school postings. Information from the first transfer request will be forwarded o
other schools upon the request of the teacher,

o Using a common sei of criteria such as personnel files, requested quatifications, experience, etc.,
principals wilt review requests for transfer and select the candidates to be interviewed. Principals
will interview at least two qualified transfer candidates if avaitable. Candidates who are
interviewed but not offered a position will be notified in writing. When the position has been
filled, all candidates making application will be notified through a District communication sent to
the local schoaols. Whenever possible, this notification shall be made before the end of the currant

school year.
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SUBJECT: REDUCTICON IN CERTIFICATED STAFF

L.__Board Policy

The Board recognizes that certificated staff should be placed in the school that will best fit the educational needs of the
students in the District. When circumstances make it necessary to reduce staff, erderly procedures are to be
implemented.

1L Adwigjistratien Policy
Reduction in Staff (RIS)

1.

When a transfer becomes necessary due to a reduction in staff or for staff balance, a call for volunteers
shall be made snd if there are none, selection shall be made in reverse order of total Dhistrict_seniority.
Exceptions will be made when such a sslection would result in creating & progeam nesd which could not
reasonably be filled by remaining faculty members in that school. The principal, in cooperetion with the
area assistant superintendent, shall determine the program needs.

a. A secondary program need shall be basad ugan the primary teaching assignment.

b.  The person in charge of each secondary extracurricular activity may be exempted.

When identifying the persan with the least total Distriet seniority, the Human Resources Department

shall rank the seniority of all teachers in the school including job-share or half-time employess. A job-

share or half-lime employee with enough seniority to keep a full-time position will be allowed to do so.

This may result in the elimination of a job-share or half-time position.

Teachers required w transfer involuntarily shall be notified of the available openings for which they are

qualified.

Teachers ident fied for involuntary wansfer shatl hist their preference for available positions. Positions

will be filled by the Human Resources Department with consideration given to the teacher priority

listing. :

Whenever possible, an employee being transferred to a different locatian shall be notified before the end of

the schooi year. The employee being transferred shall be notified of the trensfer in a conference with the

Executive Director of Human Resources or histher designes. In all cases where an involuntary transfer is

made, the employee shall be informed of the reasons for the transfer.

In cases of transfer as a result of reduction of staff, transferred teachers will have the fallowing right to

Teturn:

a. If & position opens after the start of the school year in which the transfer occurs, the position will
be filled with 2 newly hired teacher on a one-year contract, snd the teacher who was transferred will
have the option of returning 1¢ that position the following year.

b. The right 1o retern to that school will be guarantsed for two school years and will be in direct order
of Disuicl semiority according 1o the eriteria outlined in DP304 NEG—Teacher Transfers. The
teacher will provide notice of hisfher desire to retum by completing the zpplicable section of the
Annual Educaiors Intent Form.

When & "reduction tn st2ff” ieacher cannot be placed in a position commensurate with appropriatc
endorsements and skill requirements, Reduction in Force Guidelines will be implementad.
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REDUCTION IN FORCE GUIDELINES
A.  Layoff Procedure
In the event of program changes, enrollment decreases, reduction in revenues, or other unforeseen circumstances,
it may become necessary to initiate a reduction in force. Should this occur, the following procedures shall be
followad:
1. If & reduction in force is necossary, decisions will be based on the program and staffing needs of the
District. Interns will be tenminated prior to the telsase of any contract or provisional educator.

2. Total sc.mont}r in the District shall apply to the extent that reduction in force by seniority does not
impact negatively on District needs and basic programs and on certification requirements.

3. If achoice must be made between two (2) or more employees determined by the Administration to be
quelified for an avaitable position, the employes with the greatast total seniority in the District will be
retained. If total District seniority i< the same, the original hire date will zct as the second determiner. If
the hire date is the same, the principal will make the selection according to school nead.

4. Notification of termination, when related 1o a reduction in force, shall include the assurance that
employees se terminated shall have the right to reemployment for an avatiable position equivalent to the
one they occupied at the time of the reduction in force.

5. Under normal circumstances, staff members who are 1o be affected by the reduction in force shall receive

at least thirty (30} days notice.
B.  Recall

L. Contract employees affected by a reduction in force will be recatled in order of total Dristrict seniority
before provisional employees. Provisianal employees will be recalled before new employees ars hired.
Emplayees will be piaced in availabie positions for which they are certified and qualified which are
equivalent to the ones they held prior to the reduction in farce. This will not restrict the District from
filling vacancies that sxist for which no employes affected by the reduction in foree gualifies under the
stated criteria.

2. If an employes is terminatad through reduction in force and then rehired during the same contract year, the
employee's salary step and lane placement shall remain unchanged. If the werminated employee is rehired
during a subsequent year, salary placement will meve up one step on the same lane. If the amployee
qualities for & lane change batwasn the time of termination and rehiring, salary placement will be on the
higher lane provided the employes accepts the first offering by the Board to a position for which hefshe is
qualified. '

3. An empioyee wha is rehired following termination through reduction in force shall have acerued sick
leave and uther teave benefits reinstated at the level existing at the time s:!f te.rminatiun provided the

employes accepts the first position offered by the Board far w’%rlﬁ! gLim aarih
4, IF an employee refuses 10 accept the first position offored by the she is quallﬁed
Beaid is relieved of further obligation to the cmplﬂym i i
days to meet the contract requirements of an interim g

--

r Jordan Education Association

Date -\“J:\'\J'OM {ﬂ LZW
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Negotiations
Contract Year 2004-05

~JEA proposes changes in DP 309 NEG Salary Guidelines.

Rationale

Strengthens the belief that our teachers need to be treined by accredited teacher

preparation programs.

4/26/2004 5:34 PM

Tentative Agreement
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SUBJECT: SALARY GUIDELINES

L. Board Policy

It is the policy of the Board to meet with the Administration, officers of each departmental crganization, and their
appointed representatives in salary negotiations to establish salary schedules.

It is also the policy of the Board to pay wages and salaries that shall enable the District to secure and retain qualified
personmel.

The Board delegates to the District Administration the responsibility for implementing the salary policy.

11 Admini ion Pali
The salary policy shall be implemented according to the following guidelines:
Guidel
A, Date of Payments :
Payment of all salaries shall be made on the 25* day of each month. If the 25" falls on a weekend or on a

holiday, payday will be the previous working day as approved by the Board of Education. All appraved
deductions, other than those legally required, shall be made only upon the written request of the employee,

B.  SalaryRates
Dhstrict personnel shall be compensated at rates agreed upon through negotiations and published in the salary
schedules for each group of employess. The actual employee's salery shall be a factor of hisfher percent of
conteact and piacement on the salary schedule.

C.  Basic Salary Schedule

A basic salary schedule shall be established for certificaled persomnel. The schedule shall be based upon
consxieration of ye&r&-eri CONtract teaching experience in an accredited schoo] and vpon continued training,

Differential allowance may be paid to teachers with special asgignments as recommended by the Administration
and approved by the Board.

F. E. Placement on Salary-Step Scale

Salary schedule placement shall be determined by the number of full or pan-time ycars of tsaching experience.

In cases of inttrrupted or pari-time service, the following guidelines shall apply:

i Effective Iuly 1, 1956, an employee who is emploved al least half-time and who actualiy works in any
one school year a number of deys equal to or greater than one-half the qumber of work days specified for
similar contracts shall be given one-year experience credit. Employecs working less than one-half the
number of work days wil! receive no sxperence credit,

4. E, Eguatcd Teaching Experience
Teaching experience in other school Districts shali be evaluated by the Executive Director of Human Resources.
Full-time teaching expeticnce outside 1he District shall equate o full-time years of service credit;
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half-time teaching experience outside the District shall equaté:' to one-half year of service credit. The Diistrict
shall grant eredit for outside keaching experience as follows:

Teaching Experience Equivalent Years to District
- - Teaching Expesi
1to 5 vears Full Credit
6 or more years | equivalent for each 2 years of
outside experience

A maximum of 10 years total equated credit shall be allowed sxcept in areas of critical need whean the Executive
Dlrem:uf of Human Resuurcm i auﬂ'lﬂnz.od to determine cred:t n]]nwanm h—&e—e&seaﬂwr(%}emﬁoyae&

Hﬁ_hhh.tamﬁmnum

Mo salary step credit shall be granied to any employes for military experience except for previous employees
wha have left the District to enter the military service. These employees shall be granted benafits required under
the reemployment rights provision of Chapter 43 of Title 32, U.S. Code,

EH Submission of Evid

L.

It shall be the responsibility of the employeds to submit 46 the Human Resources Depariment
documented evidence which they wish to have considersd in determining their initial placement on the
salary schedule.

For new empioyees to the District, only graduate hours beyond the original certificate and B.S. degres
will count toward salary lane placement except under the faliowing circumsiances. For new hires,
undergraduate hours taken after the original certificate and B.S. degree may be considered for salary lane
placement if they are recommended 1o the Loeal Professional Improvement Committee by one or nore
Dhistriet administrarors as meeting an assessed jdeptified Dvistriet need. The recommendation, along with
supporting evidence, must be submitted in writing to the LPIC {(no fater than the first week of August for
teachers on year-round schedules or the first week of September for teachers on raditional schedules) so
the LPIC will have sufficient tine 10 approve or deny the request prior to the issuance of the first payroli.

Credit for salary lane changes for current employees will be granted on!y for res1dcnt (on campus} mllcgc
credit andFosden-Sebool-Distratoponsersd-or, 3 :Thy ; ) .
LEIC approved inservice cradil. These hours will be granwd in accurdance w1th Pnlmy Mﬂl HEG
Salary lane changes shall be awarded when the Human Resmucas De.parnnent receives proof of eligibility
in the form of an official grade transeript (Qoicme ; . ; edy. If proof of eligibilicy
is submitred prior o the 15th of the month, the salary Ianc. chamge. shall be reﬂected cn the paycheck
issued in the following month.

F L. Compernsation for Substitute Teachers

A salary schedule for substitute teachers shall be established.



Negotiations
Contract Year 2004-05

Proposal

JEA proposes that DP 318 be changed to help solve the problem with teachers
resigning at the end of thelr sick or family medical leave.

Rationale

The HR department has identified this concern and brought the issue to District
Advisory Council. DAC agreed to the proposed changes,

Tentative Agreement
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or Jordan Education Association
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JORDAN SCHOOL DISTRICT Number- DP318

Sutement of . . . TEN _ Effective-  9/30V&0
P OLI CY : TATIVE Rcvisiun—l 923803

Fage - lofl

SUBJECT: RESIGNATIONS—CERTIFICATED

1.___Board Policy

The Board recognizes that, under extenuating circumstances, an employse of the District may request teriination of
his/her contrect, that the appropriate office of the District may request the termination of a conmwact, 2nd that by
mutuzl agreement betwezn the District and the employes, an employee's contract may be terminated.

I mini tion Pl
Proper notice of resignation in writing shall be submitted through the schoal principal to the Superintendent and the
Board. This notice shall be filad with the Human Resources Department. The resignation peticy shall be administered
in accordance with the following provisions:

Cuidel:

A.  Employees are expecied to adhere to the conditions of the contract until it has been terminated legally or by
mutual ¢consent,

B.  The employee may be released from the contract at any time for reasons such as maternity or adoption of a
child, ransfer of spoasa, military service, illness, etc.

C.  When requesting contract termination, certificated personnel must give at least thirty {30) days written notice.

Failure to give such notice will result in an assessment gf $500 10 be deducted from the lagt pavcheck and may

result in tachment of a letter that precludes future employment with the District er-an-assessmentof-$300-or




- Negotiations.
Contract Year 2004-05

Proposal
JEA proposes that District Advisory Committee be given the assignment to review

DP 339 Refeased Time (Professional) and make recommendations on guidelines
on the use of the days and types of days prior to March 2005.

Rationale

During the review of the use of the days from the 2002-03 School Year, it has
become apparent that not all days are used for the intended purpose,

Teniative Agreement

or Jordan Education Association

Date m T ood

0d/29/04 10:43 AM



_Negotiations:
Contract Year 2004-05

Proposal

JEA proposed to abandon the Testing Advisory Committee which was negotiated
during the 2003-04 Negotiations.

Rationale
The feedback from both the Testing Department and the advisory committee

members is that the state is controlling so much of the testing and setting the
windows for the testing times that the committee has fimited ability to function.

Tentative Agreement

rJordan Sducation Assceiation

Date @EFQ E)H! 200

04726/04 3:22 PM



Negotiations
Contract Year 2004-05

Proposal

JEA proposes that the Negotiation Agreement Summary including the documents
signed by the Board of Education be published in the Employee section of the
Jordan District web-site.

Rationale

This would allow employees to have access to the agreement without the costs
of publication.

Tentative Agreement

CROG
P% # AL

For Jordan Education Assogciation

Date _\&y_ﬁ.—o L, 2004 ~




Negotiations
Contract Year 2004-05

Proposal

JEA proposes that newly hired educators be required to attend four days of
training In addition to New Teacher Orientation day. These educators would be
paid a stipend of $400 and would begin with the 2005-06 contract year.

Rationale

The three or more days that beginning educators are required to be out of their
classrooms when the training could be completed prior to school starting might
eliminate some concerns that the educators are out of the classroom too often

for these types of tralning.

Tentative Agreement

g

For Jordan Education Association

Date \jwoh 00

5/6/2004 11:22 AM



